
RESOLUTION NO. 2004"OQ 

A RESOLUTION OF THE LODl CITY COUNCIL 
APPROVING MEMORANDUM OF UNDERSTANDING 

BETWEEN THE CITY OF LODl AND LODl POLICE 
MID-MANAGEMENT ORGANIZATION 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  
-________--_-I--.-- 

IT RESOLVED that the Lodi City Council does hereby 
erstanding between the City of Lodi and the Lodi Police 
s shown on Exhibit A attached hereto; and 

R RESOLVED that said Memorandum of Understanding shall be 
hrough June 30,2006. 

Dated: January 7,2004 
....................................................................... 

I he 
Council o f t  

y that Resolution No. 2004-09 was pass 
Lodi in a regular meeting held January 7, 

COUNCIL MEMBERS - Beckman, Hitchcock, Howard, Land, and 
Mayor t-lansen 

d adopted by the City 
, by the following vote: 

AYES: 

NOES: CQUNCIL MEMBERS - None 

ABSENT: COUNCIL MEM~ER§ - None 

TAIN: COUNCIL MEM5ERS - None 

I 

SUSAN J. 5 ~ G K S T O N  
City Clerk 

2004-09 
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City of Lodi 

And 

3i Police Mid-Mana~e~ent  Or@ 

200~-2006 

nization 

C T SAT1 

1.1 

1.2 

1.3 

1.4 

1.5 

ARTICLE 1 - SALARY AND TE 

Effective July 21, 2003, all classifications shall receive 50% of an equity 
shown in 
other 50% 

Effective the ay period in which July 1, 2003 falls, employees will re 
living adjust based upon the consumer price index (CPI-W), 
Oakland-San Jose. The increase will be no less than 2% and no grea 
calculated using the most recent twelve month average that is available a 
Department of Labor as of June 15, 2003. Effective the pay period in which 
and 2005 occw, cost of living adjustments will be adjusted using the same 
as stipulated above. 

The terms and conditions of this MOU shall coiitinue in effect dur 
MOU. The partics agree the term i s  July 21,2003 through June 30,2 

t A. Effective July 20, 2004, all classifications shal 
ty increase as shown in Attachment A. 

mutually agree to commence negotiations no later than three (3) months prior 
ation of the MOU. 

The City and LPMO mutually agree that the salary survey cities shall be as follows: 

*Chic0 *Mereed *Tracy 

"Fairfield *Roseville *V 

A 



of $900.00 annually to be increased as 

Januaq 1,2004: Increase to $950.00 

by the Department 

1 premium of $200.00. 

more than eight (80) hours of compensatory time may be carried on the books at any 

4.3 An employee’s decision to elect compensatory time instead of overtime pay is 

n no event shall they be paid for less 
than three hours. 
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I 
i 

5.2 Court appearances w 
how of the end of the 
appearances shall be 

within two hours ofthe begimiiig of a shift or 
all be compensated at the time and one-half 
as contiguous shift extensions. 

5.3 Cancellation of schedulcd appearance must be made at least two hours before said 
scheduled appearance or the minimum three hours shall be paid. 

Employees who receive a subpoena to appear in court, shall nottry their s 
appearance date and time in order to provide the Watch Commander time 
schedule to determine if rest period time is required, or additional staff will 

9.4 

6.1 Definition 

Bonus (PIB) is a monetary reward for meriton 
expected and required of all employees wh 

ose employces who have co 
2,000 for those employees who 

ents of twenty (20) years. 

Said bonus IS no 

considered for the PIB. 

o f  base salary. Receipt 
st submit a new 

bonus is discretionary, and based upon meritorious 
valuation criteria. 

s who are granted a PIB by the evaluatton committee, will be issued a separate 
amount in November of each year of this contract. 

6.2 Eligibility 

To be eligible to apply for the bonus, employees must meet the following minimum 
qualifications: 

1. st ten (10) full years of  service at the r a k  
of Lodi by the beginning of the 

e to have had to complete ten (10) fill 
ing evaluated (ie. to be eligible for consideration in 

years of service by June 30,2003) 
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Employees must have, at a miniinurn, a satisfactory rating in all areas evaluated 

loyees must not have received discipline issued beyond an oral reprimand or 

. 

7. 

Employees must not have received a positive drug test. 

Einployees must be at work at least eight months during the qualifykg period. 

st have met the above mentioned minimum qualifications by the beginning 

onsist of a cormnit ion, conducted on a annual basis and 
July-June), and the events, activities, 

The decision of the coinniittee wdl be relayed to each applicant in writing. The vote of 
the committee shall be in confidence. Members of the committee are obligated to 
maintain confidentiality in respect to all conmittee processes including voting. No 
coimnittee member shall disclose to any person outside the committee any discussion of 
the coimnittee or information on voting or specific votes of committee members. 

The decision of the evaluation c o m t t e e  to grant or deny a PIB is final and bindmg, may 
not be appealed, and i s  not subject to any grievance procedure. 
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7 1 Einployees assigned to SWAT or Sergeants assigned to the Detective Bureau 
Professional Standards (OPS) shall receive an allowance equal to 4.5% 
base pay. It is mutually ag that assignments to the Detective Bureau 
the sole discretion of the C ice. No employee has the right to 
Employees iU such positio ledge, as does the LPMO, that employees may be 
transferred or reassigned from their position on a non-pnnitive basis and that they have 
no right to appeal fkom such transfer or reassignment. 

8.1 Einployees in this bargaining unit who are deslgnated by the Chief of Police to w 

salary. 

a 
higher level classification shall be paid an additional 5% of the employee’s ax 

9.1 Officers called to appear for work wrthin two hours of 
hour after the shift, shall receive overtime at the rate of t 

ignous sliift extensio 
han one hour after 
ours at the time an 

When an officer ark on an “as soon as possible” bas’ 
e coinpeiisated from the time of the 

C T E 

niay be supplemented by medical insurance after exhaustion of the three (3) free visits. 



loyees shall have the option of partic~pating in the Flexlble Spending Account 
ion 125 Plan). Employees may elect to participate in; 

c) Dependent Care R e i m b ~ s e i ~ e ~ t  

for the calendar year will be made each December, or If a change in family 

Effective upoii ratification, Education incentives wlll be avallable to ellgible employees 
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Overtime pay shall not be paid for the following: 

fore City Council and 

ts, inventory, annual financial closings, labor neyotlatmns, and recreation 
programs. 

or to the promotion. 

15.6 The classifica ion of Police Captain IS deemed exempt from overtime and is not eligible for 
overtime pay under this article unless such overtime is requlred during a declared state of 

ergency and expenditure i s  mandated for r e i m b ~ s e ~ ~ ~ ~  to the City of Lodi. 



16.1 The City of Lodi provides retirement benefits through the 
System. Employees shall receive the following retirem 

ic Employees Retirem 

Police Safety 
3% @ 50 plan 

* 
* 

1959 Survivors Benefit - Third Level 
Employee's 9% paid by City 

prior to July 1, 1994, afier 10 y 
convert their accumulated sick e time to medica 
under the following options: 

with the City ail 

o u t  will be placed into a "bank" to be 
loyee, and if appl 

year o f  employment over 10 years, 2.5% will be a 
"bank" amount. Total premiums shall be paid from the Bank until its deplet 
time the conversion benefit stops. 

h retires with 25 years of service and 1800 hours of unused sick leave: 

Sick Leave Hours - 

Employees may 
at the current pre 

ir banks money to purchase Dental and/or Vision Insurance 
their bank is depleted. 

d hours shall be in 
th's preiiiium for e 

conversion. For each year of eniployment in 

converted to days. 
ts for each day after 

s, 2.5% shall be added to 
1 1  



e conversion. The mount of premium paid shall be the same as the 
by the City at the time of retirement. h y  differences created by an 

be able to choose a cash pay-off of accumulated sick leave at 

le to convert unused sick leave to service credit for Cal 

d after July 1, 1994 will not have the option of converting unused sick 

a surviving dependent of a retiree enrolled in the Sick Leave 

same period as if the retiree had not died. 

amount of time. 

17.6 Out of area retirees ceive reimburseme r medical insurance premiums up to the 
City's liability as sp d i n  Section 17.1; 0 

17.7 Only one City of Lodi employee may cany dependent coverage for another City 
employee, therefore, upon retirement the employee may re-enroll as an individual into 
the health plan in order to take advantage ofthe Sick Leave Conversion program. 

12 
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17.8 A retiree or surviving dependent may purchase dental and vision insurance at the 
group rate through the Sick Leave Conversion options. 

18.1 Employees may elect to receive an annual executive physical examination 
rovisions of the City’s medical insurance plan to include any 
procedures as applicable and as deemed necessary by t 

physician: 

0 A complete office examination cutive blood panel 
* Urinalysis ogram 
0 Pap smear - ChestX-ray 
0 EKG (resting) 

11 be reimbursed for costs not covered by t 
renced in 18.1 only. Any additional tests 
f the employee. Einployees inust submit 

claim voucher, to the Finance Department for reimbursement. 

19.1 All 
and 
employee only up to the highest H 
soon as adininistratively possible, einployees will be res 
their medical premiums as follows: 
b) Employees with one dependent - 
dependent - $104.00 monthly. Employees selecting a PPO or other available plan shall 
also be responsible for the difference in cost between the highest HMO and the selected 
plan, in addition to the specified eniployee share of cost. Any employee is 0th 
covered by a medical plan and chooses not to utilize the full extent of medical coverage 
available to him or her, as applicable, to his or her dependent(s) may opt to receive the 
following: $25.00 per pay period paid into the einployees deferred compeiisation 
account if not covering eligible dependents or if no coverage is elected $71.15 per pay 
period will be deposited into the employees deferred co ation account. This section 
shall not be construed to allow individuals without dep s to receive any portion of 
the dependent premium. 

13 



loyees are provided fully pald family dental insurance. 

benefits are $1,000 for each family member enrolled into the dental plan, per 

ing scale, depending on age. 

provided with $100,000 of a 

e City shall pay 100% of the premiuins for health and dental benefits described in this 
MOU for the surviving spouse and any minor children of m y  member of the POAL who 
is killed or dies during the performance of official duties. Preiniums will be paid at the 
current rate in effect at the time of the member’s death. Premiums wlll continue to be 
paid by the City until such time as the surviving spouse is covered by other insurance or 
remarries, and for dependent children of the member killed in the line of duty until such 
time as either: 

(1) 
(2) 

the children become adults, or 
the children are covered under other alternative medical coverage 
provided by and through the surviving spouse or the person who 
he/she remarries. 

14 



24.1 Einployees shall receive the following: 

1) Tuition costs, up to a inaxnnm of $1,804 per fiscal year, to he paid 
satisfactory completion of course work. 

2) The full cost of books required for courses taken. 

The maxiinm amount veimhursed is based on fees for two courses of 
State University Sacramento. This inaximum amount will he updated 
year is the period between July 1 and June 30. The final date of class shall 
fiscal year in which that course falls. 

1 

This section will be applied toward registration fees at an accredited College or 
University. Course work must he part of a program of study toward obtaining an 
Associate of A r t s ,  Bachelors, or any higher degree. 

25.1 Employees hired prior to July 1, 1994 shall receive the following vacation benefits: 

Beginning with. 
Date ofHire: 

12th year 
15th year 
2 1 st year 
22nd year 
23rd year 
24th year 
25th year 

6th year 
3 08 hours per pay period 

ours per pay period 
5.23 hours per pay period 
6.16 hours per pay period 
6.47 hours per pay period 
6.78 hours per pay period 
7.09 hours per pay period 
7 40 hours per pay period 
7.71 hours per pay period 

(1 0 days per year) 
(1 5 days per year) 
(1 7 days per year) 
(20 days per year) 
(21 days per year) 
(22 days per year) 
(23 days per year) 
(24 days per year) 
(25 days per year) 

25.2 Einployees hired after July 1, 1994 shall receive the following vacation benefits: 

Beginning with 
1s 



Date of Hire: 
6th year 
12th year 
1 h h  yeadabove 

3.08 hours per pay period 
4.62 hours per pay period 
5.23 hours per pay period 
6.16 hours per pay period 

(1 0 days per year) 
(15 days per year) 
(17 days per year) 
(20 days per year) 

25.3 Employees promoting into a Mid-Management position low the vacation 
loyinent with , referenced in articles 25.1, or 25.2, depending on their 

o f  Lodi 

25.4 Vacation leave sha in increments of not less than 
may accumulate a in 
when the accival cap 
the employee’s vac 
This policy is incorporated into the MOU as Attachment B. 

of twice the employee’s 
ed, no additional vacatio 
e brings the accumulate 

26.1 

26.2 

26.3 

26.4 

80 hours of  administrative leave per calendar year 
of not less than quarter hours. Balances must he 

oyees becommg eligible due to a pro 
rated basis, with eight hours granted for e 

aining in the calendar year with a m a x i m a  of 80 hours. 

Employees separating n 
Leave on a prorated basi 

year will receive a cash pay out for unused Administrative 
accordance with 26.2. 

Employees are eligible to cash out up to 40 hours of their current Administrative Leave 
balance in any calendar year except in the months o f  May and June. A reque 
out Admninistrative Leave must be in writing and submitted to the Finance Dep 

A ~ ~ J C L ~  xxvrr - N 
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mployees shall receive 125 hours of floating holidays. Effectwe January 1,2004, 
ours will be increased to 135. 

- lst Monday in September 
4” Thursday in November 
Friday following Thanksgiving Day 
December 25th 

eparated mid-year, employee shall be credited or debited with fixed 
aining plus floating holidays per the following schedule: 

I 
I Days Subtracted 

Nov Dec 1 0 

hours. 



! 

29.1 The City of Lodi will comply with the requirements of the 
Leave Act of 1993 (FMLA) and the California Farivly Ri 
defined in California Government Code Sections 12945 et seq. 
City's Policy and Procedures Manual. 

30.1 Catastrophic leave is available to employees is accordance with the Administrative 
Policy and Procedure dated February 5,2003. 

3 1, I Bereavement leave is available to employees in accordance with the A d m i ~ s ~ ~ a t i  
Policy and Procedure dated May 1, 1995. 

32.1 Leave of Absences are available to employees in accordance with the Administrative 
Policy and Procedure dated May 1, 1995. 

c 

.4 11I'l <'I..E XXX 111 - PRO HATION 

33.1 Employees have a prob d of one year. Du robation, new hi 
same rights and 

* City and employee may mutually agree to an extension of the probationary period up 
to six additional months. 

* Employee serves "at will" and rejection during probation cannot be grieved. 

New hires and proinotional appointments shall be eligible for a inerit increase at the 
completion of probation. 



2. They acted or failed to act because of actual fraud, corruption, or actual malice; or 

3. The defense of the action or proceedlng by the City would create a conflict of 
interest bctween the City and the employee or former employee. 

B. The City is not required to but may pay any clam of judgment for punitive or 
exemplary dainages under the following circumstances: 

3. Payment of the claim ofjudgment would be in the best interests of the City. 

A. Interpretation or application of any of the terms of this agreement, including 
Exhibits thereto, Letter of Agreemcnt, and formal interpretations and 
clarificaiioiis executed by the Association and City. 

Disputes as to whether a matter is proper subject for the Grievance Procedure B. 
19 



35.2 

35.3 

35.4 

C. Disputes whi may be of a “class action’’ nature filed on behalf ofthe 

Glass action Grievances shall be submitted m writing from the LPMO’ 
City Manager or vice versa. 

STEP ONE 

Discussion between the c e Association Reprc 
Head, who will answer wit1 n work days. This st 
days o f  the date of the action complained of, or the date the grievant b 
incident which is the basis of the grievance. 

STEP TWO 

If a grievance is not resolved in Step One, Step Two shall be the 
grievance, in writing, by the Association Representative to the City 
answer, in writing, within fifieeii work days of receipt of the gne 
Manager’s decision shall be final and binding. Step Three shall be taken wit 
work days of the date of the answer in Step Two. 

36.1 Basis: The City may discipline any employee in City service. Discipline may include 
discharge, demotion, suspension, reduction in pay, or or 
regular employees shall have the right to hearing and a 

written reprimand. 0 
as described in this section. 

36.2 FLSA Exempt Employees: With respect to employees in classification 
from the overtime requirements of the Fair Labor Standards Act (“FLS 
suspensions pursuant to this policy shall be administered in accordance 
basis test under the FLSA’s governing regulations. 

Cause: 
limited to the following: 

A. Iinproper or unauthorized use or abuse o f  sick leave. 

B. Excessive absenteeism that prevents reasonable availability for assigned duties. 

C. Absence without authorized leave; repeated ta 
work without authorization; failu 
red, or after a leave has been disapproved or revoked. 

36.3 Causes for discipline of any regular einployee may include, but shall not be 

to assigned work station; 
port to work after a leave of  

20 



isconduct; willful or negligent violation o f  the personnel rules, resolutions, and/or 
ther related ordinances including written depaitmental rules, regulations, and 

H. Fraud or the submission o f  false information related to employment application, 

outside work for personal gain during the conduct of City business; 

s treatment of the publlc or City employees or disorderly conduct on City 
on City business including figliting, or usmg profanity, intimidation, 
eatening language. i’ that interferes with the reasonable management, operation discipline of 

or any of its departments or divisions or failure to cooperqte with superiors 
or fellow employees. 

L. in political activities while on duty, in unifonn or using the authority 
with City employment. 

no r  negIect of safety rules or practices. 

r, either during or outside the duty hours, which is of such a nature that It 
causes discredit to the City or one ofits operating services. 

0. Discrimination, including harassment, against other employees or members of the 
public on the basis of race, color, national origin, religious creed, ancestry, sex, 
sexual preference, marital status, age or physical handicap. 

P. Inefficiency, incoinpetence, or negligence in the pcrfol~nance of duties, including 
failure to pcrfoim or complete assigned tasks or training, in a prompt, competent, and 
reasonable manner. 

Q. Refusal or inability to improve job performance in accordance with written or verbal 
direction after a reasonable trial period. 

21 



R Refusal to accept and carry out reasonable and proper assignment from an au 
supervisor. 

S. Unauthorized possession or use of controlled substances or alcohol on Ci 
and/or at the worksite. 

T. Intoxication, intemperance, or incapacity due to the use of controlled substances or 
alcol~ol while on duty. 

U. Failure to obtarn or maintain possession of the minimum qualifications 
position. 

V. Careless, 
unauthor 
unreasonable risk of damage to property. 

oper use of City property, equipmen 
se for private purpose, or use i 

W. Unauthorized release or use of confidential information or official records. 

X. Participation in an illegal strike, work stoppage, slowdown, or other job action 
against the City. 

Y. Inability to perform the duties of hisher job. 

Z. Dishonesty. 

AA. Sleeping on the job. 

BB. Theft. 

CC. Retaliation for actions protected by law. 

loss of or damage caused to Clty equipment md/o 
ee was responsible. 

EE. Threats of violence against City employees and/or City property. 

36 4 Persons Authorized to Take Disciplinary Action: E 
department head for cause agarnst any e 
actions in the form o f  f e ~ n a t i o n  or 
the City Manager. 

36.5 Notice (except in the cas r written reprimand): Notice of Intended Disciplinary 
Action shall be prepare g by the departinelit or designee proposing the 
discipline and shall be served on the employee in per r by registered or certified 
mail. Notice shall be served prior to the action becoining effective; however, where 
circmstances require immediate reinoval of the employee from the workplace, notice 
shall be provided within two (2) working days froin the date the employee i s  removed 
froin the workplace. Employees so removed shall be placed on paid leave pending 

22 



imposition of discipline. A copy of the Notice o f  Intended D~sciplinary Action s 
be filed with the Human Resources Director. The written Notice of Int 
Discipliiiary Action shall contain the following infomation: 

1 The specific type of  disciplinary action; 

2. The effective date o f  the action; 

, 3. The specific reason(s) or cause@) for the actions; 

4. Notice that the einployce may inspect copies o f  all materials upon which the 
based, and 

5. Notice that the eiiiployee has the right to respond orally or in writi 
pai?ment head initiating the disciplinary action. N o h  
is available to review oral or written reprimands. 

An employee who responds orally or in writing to the department head shall be ent 
to meet in an informal conference wlth the department head or desig 
given the opportunity to rebut the charges against himiher or to s 
circumstances. In the case of oral or written reprimand, the dep 
shall be final. In the case of dis e, demotion, suspension, or r 
department head or 
einployee and shall 
either impose, rescind or modify the proposed disciplinary action. The reco 
proposed disciplinary action shall also be served on the employee. 
shall contain: 

6. The specific type of disciplinary action; 

7. The specific reason(s) or cause(s) for the actions; 

Final Notice of Disciplinary Action: Following re 
recommendation and the dete 
prepare a Final Notice of  Dis 
taken, its effective date, and 

1. Disciplinary action shall become effective on the date stated in the Final Notice of  
Disciplinary Action, unless the date is otherwise extended by the City Manager. 

2. The City Manager shall file a copy of the Fmal Notice of  Drscipl~nary Actron with 
the Human Resources Director. The Final Notice of Disciplinary Action shall be 
delivered personally to the employee or shall be sent by registered or certified mail. 

Appeal of Disciplinary Action: in the event o f  a demotion, suspension or dismissal, and 
the affected employee is not satisfied with the decision rendered by the City Manager, the 
employee may appeal the decision. The employee may appeal disciplinary decisions by 
filing a written appeal with the I-Iuman Resources Director within fiAeen (15) work days 

shall hear and consider the facts pres 
bmit a written recommendation to the City 

36.6 

36.7 
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peal hearing. The employee shall submit a copy of the appeal to the City Manager. 

fan  employee submits an appeal, the City shall refer the case to a neutral hearmg officer 
selected through the California State Mediation and Conciliation Services to hear the 
appeal and submit an advisory decision to the City Manager. Selection of the hearing 
officer shall be made by the parties’ mutually selecting a list of 7 neutral hearing officers 
5om the office of the Califonua State Mediation and Conc~liation Services. Absent 
mutual agreement on a name an the list, the parties wlll strike names froin the llst for 
final selection of the hearing officer. The selected hearing officer shall adhere to the 
following standard of review and hearing procedures: 

1.  The appeal hearing shall be infornial and strict rnles of evidence shall not apply 

11 have the right to present and cross-examine witnesses, issue opening 
ements, and file written closing briefs. Witness testimony shall be 

exclude testiinony or evidence which he/she determines 

g shall be limited to those detennineq by the hearmg 
e a direct connection with the appeal. Witnesses n o p l l y  would be 
hearing only while testifying and should be pennitted to testify only in 

hisher representatives and the City’s representatives 

5. The appeal hearing will be held oil the City’s premises 

aring officer’s authorityijurisdiction shall be limited 
porting the discipline and determining that the 

factual basis was reached honestly, after a fair, appropriate and procedurally correct 
investigation and for reasons that were not arbitrary, discriminatory or pretextual. 
Should the hearing officer, conducting the review specified above, affirm the factual 
basis for the discipline decision, h e h e  inay not substitute hidher judgment for that 
of management’s as to the level of discipline imposed. In the event the hearrng officer 
finds that the level of discipline is excessive, heishe may submit an advisory opinion 
concerning what heishe feels would be the appropriate level of discipline to the City 
Manager. Should the hearing officer not affinn the factual basis for the discipline, 
the normal remedy will be to remand the matter to the decision level where the error 
occurred for reevaluation andlor correction consistent with the hearing officer’s 
findings. In such a case, the hearing officer will have the authority to retain 
jurisdiction over the appeal to ensuie coi~~plrance w~lh the remand decision. 

24 



7. The cost of the hearing officer shall be borne by the City. The part' 
equally the cost of the court reporter and each side will bear their respe 
representation. 

36.9 

36 10 

Any decision of the City Manager shall be final and binding. 

Judicial review of any deosion rendered under this section shall be governed by Code of  
Civil Procedure section 1094.5 

36.1 1 For employees covered by the requirements of California Government C 
3300 et. seq., the appeal procedures in this section shall be deemed to 
hlly satisfy the right to an adnininistrative appeal nnder Govemment Code section 3304. 

1 

d 

37.1 It isfurt d and agree between the parties that nothing conta 
waive or reduce any rights of  the City, which 

. . 

Determine the mission of its constituent departments, commission 

rocedures and standards of selection for employment 

Maintain the efficiency of governmental operations 
Deteimne the methods, means, and personnel by which government operations 
are conducted 
Take all necessary actions to cany out its mission in emergencies 
Exercise complete control and discretion and the technology o f  perfo 
work. 

City Rights also include the right to dete 
on, to relieve employees 

e and enforce standards of conduct and 

be read to extend the term of the MOU nor to supplement negotiati 
arriving at terms for a successor MOU. 

classifications; provides, however, that n 
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parties hereto acknowledge and agree that this MOU constitutes the result of meeting 
conferring in good faith as contemplated by Section 3500 et seq., of the Government 

ode of the State of California, and fbrther aclcnowledge and agree that all matters upon 
hich the parties reached agreement are set forth herein. 

parties each certify without reservation that an adequate opporhmity has been 

subject matter-during the course of collective bargaining preparatory to signing this 
agreement. The City will ineet and confer before changing a policy or rule that is subject 
to meet and confer under the Meyers-Milias-Brown Act (MMBA). 

The tenns and conditions of this MOU shall continue in effect during the term of this - 
MQU. 

at if any section of the MOU conflicts 
stated in other authorities, such as 

re, city resolutions, or city ordinances, 
iguity will be resolved in favor of the MOU language. If the MOU is silent 

on any issue, the applicable document (is. policy manual or rules for personnel 
administration) is controlling. State and Federal laws will be adhered to. 

The City agrees to recognize LPMO representatives for the purpose of representing 
members of the LPMO on all matters relating to the adininistration o / this MOU, and 

the request of  an employee, on adverse actions and other matters which may he or 

I 

le of this MQU. 

all he taken in a timely manner, 
recognizing that imposing discipline, grieving such discipline, investigations, and 

occedings may preclude timely action. This process also includes 
s of the coniplaiiit, recornmending discipline to the office of the Police 

Chief, and the imposition of discipline. 

The City shall abide by the Public Safety Officers Procedural Bill of Rights (Government 
Code Section 3300 et seq.), and such is hereby incorporated into this MOU. 

39.2 
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39.3 

1 

39.4 

39.5 

39.6 

It is understood by both parties that the LPMO, in addition to any other rights 
specified, has the following rights: 

1, To represent its inembers before the City regarding wages, hours, and other t 
and conditions or employment 

To receive tiinely written notice of changes to or adoption of 
regulation directly relating to wages, hours and other tenns and c 
employment. 

With an employee’s written consent, an authorized 
permitted, upon request, to inspect the employee’s 
file during normal business hours. Such review shalt not i 
business of the Department. 

2. 

3. 

The City agrees to recognize the 1,PMO representativ 
employees on all matters relating to the administrat 
request of an employee on adverse actions and othe 
appeal m accordance with Article XXXVI of this MOU. 

The City agrees to provide each represented employee with copies of sp 
general orders, training bulletsns, departinentat rules and regulations, and a 
MOU. 

The City agrees not to interfere or in any way discriminate against an 
o an employee organization or to exe 

similarly agrees that it will not 
ereising rights to belong or refrain 
ctivities of an employee organization. 

Both the City and the LPMO agree that no employee shall be subj 
discriminatson by the City or fellow einployees in any matter relati 
promotion, assignment, wages, or conditions or employment because of age, sex, creed, 
color, or national origin. Alleged discriimnatory acts are subject to the City’s Policy and 
Procedure regarding Discrimination, not the grievance procedure. 

ARTICLE XXXX - REST ~ E R I O  

40.1 The intent ofthe rest period i s  to ensure that the employee is adequately rested for kidher 
assigned work shift. 

a. Employees will receive a rest persod iinmediaiely 
court appearance or other preceding or immediately 

departmental assigrunent(s), 

1) thc time period that employee’s regular work shift ends and hidher scheduled 
appearance/assignment time; or 
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2) the time period that officer IS dismissed and hidher regular work shifi begins. 

If an employee receives approval 
scheduled shift ofc the employee's 
shift (as if no rest period has occurred). 

The rest period does not apply when an employee 1s scheduled for court or 
appearance/assignmeiit the day immediately following a day off. 

the remaining portion of his or her 
balances will be charged for the entire 

and the LPMO agree to reopen this MOU and to renew Meeting and Conferring 
on the subjects set forth herem during the term o f  this MOU in the event that any 

ovision of this MOU is modified by statute or by a competent order of a court in such a 
way as to affect either the einployees or the City. In such event, all remaining provisions 
of the MOU shall continue in full force and effect unless and until they are also modified 
by statute or competent order of a court or agreement of the City and the LPMO. 

event that any provision of this MOU 
invalid, all other provislons shall be s 

nd by a court of competent jurisdiction 
le and shall continue in full force and 

43.1 Employees shall '10-4" plan. Alteinate work schedules may be developed and 
authorized by f Police. 

It is mutually agreed that the City has the sole right to assign personnel, to establish hours 
of work and work schedules, lo make changes to those schedules, to schedule employees 
off on compensatory time, and to schedule holidays and vacations, all depending on the 
needs of service. 

43.2 
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PMO niutually agree that split shies are very stressful a 
. Consequently, supervisors and managers shall not w 

except during cases of an emergency nature. 

All eniployees in the classification of Police Lieutenant or Police Sergeant assigned to 
Patrol shall select miuatly, begiiuling in the month of September, for at I 
period, their preferred team assigmnent, days off sequence, holidays, an 
the basis of their seniority and the needs of the service. Seniority shall 
follows: Total time in seivice in the classification rank. Should a member 
leave membership for any reason and return to ineinbership within twelve months, 
seniority shall be as if the member never left. 

43.4 
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Effec~~ve  June 23'd, 2003, a 2.5% COLA will be i ~ ~ ~ ~ l e ~ n e n t e d  according to the following 
table: 

Effective July 2X", 2003, a Salary Adjustment (first incre~nent) will be implemente~ 
according to the following table: 

Effective July 20gh, 2004, a Salary Adjustment (second incremcn~) will be imple 
adding dollars to the salary schedule according to the following table: 
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CITY OF LODX 

leave. 

:VACATION LEAVE - Policy 

:V 

PURPOSE 

The purpose of this policy is to provide guidance in the 

ELIGIBILITY 

d regular f~~ll-time employee in the 
length of contintions service and 
derstanding or anagement pay 7 

Provisional, temporary, pa~t-time, seasonal, or eniergency 
loyees shall not accrue vacation. 

ACCRUAL 

Vacation tits are earned in accordance with an 
loyee's appropriate memorandum of understa or statement of benefits. 

EmpIoyees earn full vacation leave credits for any pay period 
ent of one-half or more of their regularlv 
ired at the approved rate in accordance with 

in which they are in a hill pay status for the e 
scheduled work hours. Hours of vacation leave 
the terms of the appropriate memorandum of unders tan~g.  

The maximuin amount of unused vacation hours that an 
employee may accrue, at my time is twice the employee's annual vacation entitlement. 
Whenever an employee's unuse rued vacation has reached this maximum accrual amount, the 
employee shall stop accruing any additional vacation. Accival will autoinatically resume once the 
employee uses some vacation and the accrual balaice falls below the maximum accrual amount. 

Under extenuating circumstances, requests to accrue vacation leave over the inaximum inay be 
authorized by thc City Manager. Requests innst be; a) submitted in writing, b) include justification 
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for the exception, and c) be recommended for approval by the Department Iiead. The City M 
has sole discretion to approve or deny such requests. 

SECTION 4: SCHEDULING 

Dates of vacation may be requested by the 
subject to the approval of the Depa~tineiit Head. Approval of vacation leave is at 
the Department Head given considerations such as departmental procedures 
approval, workloads, schedulmg, seniority, and m accordance with t e r n  of th 
memorandum o f  understanding. 

SECTION 5: UTXLIZA'ITON 

After six (6) months of coiitinuous service, an emplo 
request utilization of vacation leave. 

Vacation leave niay be 
Einployees arc not penmtted to take vacation leave in excess of 

Employees on vacation leave shall be considered in full 
status, and continue to accrue sciuority, sick leave, and vacation leave credit. 

SECTION 6: HOLIDAYS FALLING DURING VACATION 

When a holiday or day observed in lieu of a 
vacation such employee shall not be char 
sation for that day shall he holiday and h 

SECTION 7 :  ILLNESS OR ACCIDENT DURING VACATION 

An illness or accident during a regularly 
scheduled vacation penod may be converted to sick leave when the following action i 

d 

The employee, immediately upon return to duty, 
Head a wrilten request for sick leave and, if requested, a written statem 

ending physician certif)ing to the nature and dates of the e~nployee's physical 
disability. 

SECTION 8: 
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leaves City einployment shall he 
ccmed but not taken UP to the date of at hisher current rate 

Employees planning their restylatlon or retirement may 
ssion to take a tciimnal vacation to t of their accLunulated vacation leave 
h ylannmg mvolves the subinksion of a written request to the Department Head for 

CHARGEABLE ABSENCES TO VACATION LEAVE 

Other than for the purposes of taking a vacation, an employee 
- - -*--r- , i  1 - n ~  of absence to vacation leave. Such absences are subject to 
~ ~ " ~ " - "  --,lrtinent Head, and in accordance with the City of Lo& 
and Procedure for Leave of Absence and the appropnale memorandum o f  

.. 
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